Leader's emotion is one of the most influential factors of employee behavior in the workplace. The expression or of a leader's positive emotion can directly or indirectly affect the employee's work performance, especially the employee's Counterproductive Work Behavior (CWB). This paper systematically explains the internal mechanism how the leader's positive emotion affects employees' CWB through experimental methods, and uses the Emotions As Social Information Modle (EASI) to analyze and explain the research results. Finally, this study exposes the inner psychological process of Leader's positive emotion affecting employees' CWB through their own positive emotions, proving the moderating effect of leadership justice in this process, and this study enriches the results of the research field of CWB.
Introduction
The employee's counterproductive work behavior (CWB) is a kind of negative behavior, which poses a threat or harm to the organization and organizational employee welfare. It is a self-issuance behavior, completely subject to the subjective will of the employee, so that employee can freely decide to engage with No. It still a role outside the behavior; the job responsibilities do not clearly stipulate that the employee must engage in or not engage in these behaviors. It is subordinate to the peripheral performance in employee performance, and the employee CWB is more negative than the organizational citizenship behavior. Negatively, the importance of employee CWB can be underestimated, which has a Psychology employee CWB by affecting employees' own emotions? These issues need to be further exam through empirical research. Therefore, this study will deeply exam the influence of leadership emotions on CWBs, and try to use employee emotions as mediators to explore the influence mechanism of leadership emotions on employees' CWBs. And this study also considers whether the organizational justice that employees experience in organizations is It plays a regulatory role in order to further open the "black box" between leadership emotions and employee CWB from the perspective of employee psychological experience.
Literature Review

EASI Model
Affect can influence the interpersonal interaction between leaders and employees, and is the embodiment of the emotional social nature. On this basis, Van Kleef (2009) proposes a theoretical model of how leadership emotions affecting employee behavior-the Emotions As Social Information Model (EASI model). Leadership emotions can influence the work behavior of subordinate employees in two ways: Inferential process and affective reactions process, the reasoning path is that employees make certain reasoning based on the emotional expression of the leader and the feelings and attitudes behind their leadership emotions. The conclusion of reasoning affects the employee's work behavior; the affective reactions path refers to the emotional expression of the leader, which may directly affect the emotional response of the subordinate employees, and this emotional reaction process will directly affect the subordinate employees' own emotions and work behaviors [20] . The two paths and their impact on the work behavior of subordinate employees are shown in Figure 1 . As an example of the reasoning process, a subordinate employee performs poorly in a work task, and his direct superiors express dissatisfaction with the negative emotions. Based on the emotions expressed by the leader, the employee may be aware of his or her own problems and make up for the lack of changes. Your own work behavior, and then there may be targeted measures to improve your weaknesses.
The relationship between leaders and employees is a typical relationship in the process of interpersonal interaction in an organization. Subordinate employees not only directly infected by the emotions of their superiors. Before the employees make 
Leader's Positive Emotion and Employee CWB Organizational Justice
Organizational Justice, this article focuses on the subjective feelings of fairness in organizations with employment relationships.
Organizational fairness has a broad sense of narrowness. Generally speaking, it refers to the objective conditions in the organization. For example, the external conditions such as the working environment, organizational system, and organizational procedures in the organization will make the employees in the organization feel fair, or the leaders in the organization will continuously improve these external objective conditions. In order to achieve the ultimate fair, but it is bigger. Narrow sense refers to the sense of organizational justice, and the subjective feelings of employees in the organization as to whether the objective conditions provided by the organization are fair. Of course, this definition has individual differences. The study in this paper uses a narrow interpretation, the purpose of which is to explore the regulatory role of the organizational sense of fairness perceived by the sample itself.
According to the theory of social exchange, employees strive to achieve their own commitment to the organization to obtain material and spiritual returns such as compensation and recognition. Research at home and abroad also shows that organizational fairness perception has an important impact on employee behavior. If employees feel that the organization provides more support to themselves, they will have a sense of responsibility to the organization, and they will work hard to return the organization and safeguard the interests of the organization. Bock et al. believe that social psychological factors are important factors influencing employees' CWB, especially the impact of organizational justice. Whether it is distribution fairness, procedural fairness or leadership fairness, when employees perceive a high level of organizational justice, em-Psychology ployees feel that their efforts will be rewarded, so they will work hard and reduce the occurrence of CWB. This reward organization; when employees feel low level of organizational fairness, employees will think that they are ignored by the organization, and the pay cannot be rewarded, so they will seek psychological balance by increasing CWB. Based on this study, the sense of organizational justice plays a regulatory role in the influence of leadership emotions on employees' CWB [70] . Based on the aforementioned arguments, we hypothesize the following:
Hypothesis 3 (H3): Organizational equity will moderate the relationship between leader's affect and employee CWBs.
Study 1
Research Purposes
Based on the analysis of the existing literature, Study 1 intends to analyze the leadership emotions, employee emotion, organizational justice and employee CWB from the following aspects: 1) In the real situation, explore the relationship between leadership emotions and employees' CWB;
2) In the real situation, explore the mediator role of employee emotions in the process of leadership emotions affecting employees' CWB;
3) In the real situation, it is necessary to explore whether the employee's sense of organizational justice plays a moderator role in the process of the leadership emotions influence the CWB.
Research Ways
Participants
The sample distribution is shown in Table 1 . According to the gender division, there are 119 males, accounting for 42.5% of the total sample, and 161 females, accounting for 57.5% of the total sample. Female samples are more than male samples. According to the age group, the sample of employees aged 19 -28 is the largest, with a total of 135, accounting for 48.2% of the total sample; the sample of employees aged 59 -68 is the least, only 6 People, accounting for 2.1% of the total sample. The statistical results of education, working years, job category, business type and job competition in the position are shown in Table 1 .
Research Tools 1) Employee positive emotion
The emotion scale selected of this research is the Chinese version of the PANAS scale revised by Huang, Yang, & Ji (2003) 2) The CWB scale for this study selected from the employee CWB scale compiled by David A. Jones (2009) . The scale is divided into two dimensions: one dimension is pointing to the organization (CWB-O) and the other dimension is Psychology 
Research Process
This study was a one-time cross-sectional study, and the questionnaire distributed to employee working in different organizations by their Superior or HR from November to December 2018 using the principle of convenient sampling. 
Result
Common Method Variance and Bias
Collecting data using self-reporting methods may have a common method bias.
Therefore, this study used the single factor test. The results showed that there were 16 factors with eigenvalues greater than 1, and the first factor explained a variation of 21.336%, less than 40% of the critical criteria, indicating that there is no serious common method bias in this study. Psychology
Related Analysis 1) Correlation analysis between leadership emotions and employee CWB
As can be seen from Table 2 , there is a significant negative correlation between the positive emotion expressed by the leader and two dimensions of CWB including the employee's CWB pointing to the superior(CWB-S) (r = −0.436, p < 0.01) and the employee's CWB pointing to the organization(CWB-O) (r = −0.286, p < 0.01).
2) Correlation analysis between leadership positive emotions and employee emotions From Table 2 , it can intuitively judge that there is a significant positive correlation between the positive emotions expressed by the leaders and the positive emotions of the employees (r = 0.673, p < 0.01); and there is a significant negative correlation between the positive emotions expressed by the leaders and the negative emotions of the employees (r = −0.237, p < 0.01).
3) Correlation analysis between employee emotions and employee CWB From Table 2 , it can intuitively judge that there is a negative correlation be- Table 2 , it can intuitively judge that there is a positive correlation between organizational justice, leadership positive emotions, and employee emotions.
Specifically, the two dimensions of organizational justice, procedural fairness (r = 
Analysis of the Mediating Effect of Employee Emotion
Wen & Ye (2014) integrated Baron & Kenny's partial mediation test methods and Judd & Kenny's complete mediation test methods, and proposed a mediation effect test procedure, which is widely used by scholars. This study will also test using the mediating effect test procedure proposed by Wen.
The results of stepwise multiple regression analysis are shown in Table 3 to Table 4 , in which gender, age, education, seniority, job category, business type, and post competition are the control variables, leadership positive emotion is the independent variable (IV), the employee positive emotion is the mediator variable, the CWB-O and CWB-S are the dependent variables (DV). That is, the process of leadership positive affects the employee's CWB-S emotions through employees' positive emotions moderated by the sense of leadership justice perceived by the employees in the organization.
In addition, the Variance Inflation Factor (VIF) of all predictive variables in this study were low than 1.5, indicating that there is no multi-collinearity problem. In order to explain the essence of the interaction between leadership positive emotions and employee leadership justice, we perform a simple slope test and draw a simple effect analysis chart. 
Analysis of the Results of the Mediating Effect of Employee Sentiment
In analysis the impact of employee emotion on employee CWB, this study proposes hypothesis 2: Employees' own emotions have a mediating effect between 
Analysis of the Results of the Mediating Moderating Effect of Organizational Justice
The empirical analysis of this study shows that the sense of organizational justice felt by employees plays a moderator role in the model of employee CWB influenced by employee emotions, and partially verifies hypothesis 3.
Specifically, the sense of leadership justice plays a significant moderator role in the process of leadership positive emotions affecting employees' CWB-S though employee emotion. It is temporary, the leadership has a high degree of equal treatment for employees, and there is a sense of belonging within the organization, so its own positive emotions are less affected by the positive emotions of the leaders, and then the fluctuations of their CWB-S also less. However, employees with low scores on leadership fairness lack a sense of identity for their Psychology 
Research Ways
Participants
Undergraduate and postgraduate students selected as research subjects, and the experimental recruitment information published on the campus information platform of two higher universities in Guangzhou of China. There are 128 students volunteered to participate in the experiment, and 114 of them were effectively completed. The average age of the subjects was 23.19 years old (SD = 2.72), including 36 males and 78 females.
According to Spector et al (2006) , in order to reduce the social appreciating effect of the dependent variable (CWB-S) concerning with social sensitivity, this study has collected the limited of demographic information, and thus improved the authenticity of the research data. The consideration of the anonymity of the study, only the demographic information of the age and gender of the subjects collected in this study. All subjects signed informed consent before the experiment, and the mood was normal. There was no history of neurological or mental illness. They had not participated in relevant experiments before. All the subjects received 5 yuan of experimental reward after the end of the experiment. 
Research Tools
2) Employee positive emotion
Same to study 1.
3) CWB
4) Demographic information collection scale 5) Data Analysis tool Psychology
Research Process
1) Experimental design
Study 2 was 2 (Leader Unfair Start, Neutral Start) X2 (Leader Positive Emotion, Leadership Neutral Emotion). The experimental design conducted, in which the independent variables were leadership fairness and leadership positive emotion, and the dependent variable was the direction of the subjects. The behavioral tendency of the superior CWB, the mediator variable is the self-positive emotion of the subject.
2) Implementation process The second study was a collective test. The subjects were undergraduate students or postgraduates from two higher universities in Guangzhou. There are 128 people participated in the test, and 114 subjects completed the test (36 males and 78 females), the average age. 23.19 years old (SD = 2.72).
With the help of the experimental assistant, the subjects tested in the classroom and the specific procedures were as follows:
First, before accepting the experimental treatment, the participants asked to fill in the informed consent and basic information of demographics. Secondly, the subjects randomly divided into 4 groups, 3 experimental groups, and 1 control group, which in turn accepted the leader's unfair situation start. Materials and leadership positive emotions start materials. Finally, the participants give a positive emotional scale and a counter-production behavior scale pointing to the superiors to test the mediator variables and dependent variables. In order to prevent the participants from discussing each other during the experiment or other confusion, the results of the study adversely affected. Three psychology graduate students invited to serve as the main interviewer and experimental assistants of the experiment. Before the official start of the experiment, the main interviewer will explain to the participants the purpose of the experiment and a number of requirements at the beginning of experiment. If the subject has any questions, they can ask help for the main interviewer and the experimental assistant in time, in order to avoid mutual communication.
Results
Operational Effectiveness Test 1) Leadership positive emotional situation operational effectiveness test
In the formal experiment, the leaders of the positive emotion group and the leadership neutral emotion group judged the degree of leadership positive emotion perceived from the experimental materials, and the results are shown in Table 5 .
2) Organizational procedures unfair situation operational effectiveness test
In the formal experiment, the leaders of the unfair group and the fair group judged the unfairness of the presented situation in the experimental materials, and the results are shown in Table 6 .
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The Influence of Leadership Positive Emotions on Employees' CWB Tendency
After the implementation of the operational situation, the analyzed results about the scores of the experimental group and the control group on the CWB-S are as Table 7 .
The scores of the participants in the different leadership emotion operational group on the CWB-S scale are shown in Table 7 . The t-test results show that the CWB-S scores of the leader positive emotion start-up group significantly lower than the leadership neutral emotion start-up group. The results show that participants in the leadership positive emotional situation are more inclined to reduce the implementation of CWB-S than those who belonging leadership neutral emotional situation, so that H1 is confirmed in the laboratory context.
Analysis of the Mediating Effect of the Participants' Positive Emotions
The stepwise multiple regression analysis carried out with the scores of the CWB-S tendency as the dependent variable. The results showed that the positive effects of the participants' positive emotions in the process of leader positive emotions affecting the participants' CWB-S were significant (Table 8) , H2 is confirmed in the laboratory context. 
Analysis of the Moderating Effect of Organizational Leadership Fairness
Discussion
Conclusion
Through questionnaire research and experimental research, this paper systematically discusses the internal psychological process of leadership emotions affecting employees' CWB, and explores the intermediary role played by employees' own emotions. This paper also explores the mediator-moderator role of employees' organizational justice, and draws the following conclusions: 1) Leadership emotion has a significant negative impact on employees' CWB The results of this study show that leadership emotions have a significant negative impact on employees' CWB. Specifically, when the employees feel leader's emotion is positive, the employees will reduce or reduce the frequency of CWB.
This conclusion is in line with the hypothetical expectations of the study.
2) Employees' emotions play a mediating role in the influence of leadership emotions on employee CWB
The results of this study show that employee emotions play a complete mediating role in the process of leadership positive emotions affecting employees' CWB. The influence of leadership positive emotions on employees' CWB is achieved by first affecting employees' own emotions and then affecting employees' CWB. Specifically, in the process of interpersonal interaction, the subordinate employees are more positive when they feel their leader expresses positive emotion, and the employees' positive emotion will further reduce their CWB tendencies and vice versa.
3) The direct effect of leadership emotions on employees' CWB moderated by P. Qin, Y. Z. Liu Psychology employees' sense of leadership justice.
The analysis results of this study confirm that the mediating effect of employees' own emotions on the influence of leadership positive emotions on employees' CWB is moderated by employees' leadership justice. Specifically, when the employee has a low sense of leadership justice in the organization, the frequency of the employee's CWB pointing to the superior (CWB-S) is more susceptible to the influence of the leadership's positive emotions. At this time, the direct impact of the leaders' positive emotions affecting employee CWB-S increases in effectiveness: the less the positive emotion expressed by the leader, the higher the tendency of the employee CWB-S. Compared with the leadership unfair situations, the tendency of employee CWB-S in the situation of organizational justice is relatively unchangeable when they felt leader's emotion, and the direct effect of leadership positive emotions is not significant. The way that leadership's positive emotions change employees CWB-S is most by way of employee's own emotion.
Judging from the literature currently in this study, this is the first time to test the model of employee CWB that influenced by the employee's own emotions and influenced by the employee's organizational sense of fairness at the same time. This study also uses the way combining questionnaire research and experimental research. This study further reveals the "black box" of leadership positive emotions affecting employees' CWBs from the perspective of internal psychological processes and mechanisms. It expands the existing research perspective and expands the internal validity and external validity of the research conclusions. It also provides empirical evidence for understanding the influence mechanism of leadership positive emotions on employees' CWB. In addition, this study also explored the mediating effect of employee emotions between leadership emotions and employee CWBs, and the mediator-moderator role of organizational leadership justice. This research conclusion provides an in-depth understanding of internal mechanisms of leadership positive emotions and employee CWBs. This research has important value.
Limitations and Implications
Limitations
Through the detailed analysis of the literatures such as leadership emotions, employee CWBs, employee emotions and organizational justice, this study establishes leadership emotions, employee emotions, employee CWBs and organizational justice through the theory of emotions as social information theory. The theoretical research model empirically tests the relationship between leadership positive emotions and employees' CWBs and explores the mediating role of employee emotions and the mediating role of organizational justice. The conclusion of this study is of great significance to the theory that emotion, that is, social information theory, is both theoretical and practical. However, due to factors such as my ability, energy and time, this research still has many shortcomings. In view Psychology of these shortcomings, I hope to overcome it in future research.
First, the distribution of samples and the expansion of sample size. Although this study considers the geographical distribution of sample selection, samples taken from ten cities in South of China, North China, Central China, Northwest China, and East China. However, the sample size distribution in each region still has unevenness, which is limited to the researchers' social resources. There are more samples in the South China region, accounting for about 50% of the total sample. In the future research, the selection of the sample area should be more extensive, and the sample distribution should be average based on the further expansion of the sample size, so that the research results are more representative and persuasive.
Second, the problem of the extension of the mediation variable. This study starts from the theory of emotion as social information, provides a theoretical basis for the intermediary mechanism of research. And this study selects the emotional variables of employee's own emotion as the mediator to explore the influence process of leadership emotion on employees' CWB, but whether this process is still in the process. There are other mediating variables that should be explored in future research, thus enriching the research on the internal mechanism of leadership emotions affecting employees' CWB.
Third, the problem of exploring variables. Although this study draws the conclusion that organizational justice plays a regulatory role in the model of employee's own emotional leadership influence on employees' CWB, and discusses the different emotions expressed by leaders under the organizational fair background. How to influence the internal mechanism of employee CWB decision-making, but limited by my ability and energy, other adjustment variables such as personality traits, attribution style, etc. that may affect the direction and intensity of leadership emotions and employee CWB It is not involved. Therefore, future research can explore in this area.
Theoretical Implications
At present, the research on employee CWB with leadership positive emotion as an antecedent variable is less, and there is no research on the moderator effect of organizational justice at the process of leadership positive emotion affecting employee CWB. Therefore, the theory of this study, the meaning is mainly reflected in the following three aspects: 1) For the first time, the introduction of employee emotions as a mediator in the study of the relationship between leadership emotions and CWB, exploring the mediating role of employee emotions.
In the existing research, negative emotions, retaliation intentions, etc. are common mediators of CWB, and there is still no research on CWB with employees' positive emotions as mediator. But this study uses employee positive emotion as mediator to forecasting the process of leadership positive emotion affecting employee CWB, thus expanding the research space between leadership P. Qin, Y. Z. Liu Psychology emotions and employee CWB.
2) The first empirical test examined the moderator role of organizational justice in the process of leadership positive emotions on employee CWB, and expanded related research.
This study not only tests the influence of leadership positive emotions on employees' CWB, but also further discovers the direct effect of leadership positive emotions affecting employee CWB become significant at the case of low leadership justice, Through the field research and laboratory experiments to reveal the inner mechanism of leadership positive emotions affecting employee CWB is the biggest innovation of this research.
Practical Implications
The research conclusions of this study can provide the following inspiration for organizational management practices:
First, the organization can organize emotional leadership training courses to reduce the emergence of employees' CWB by improving their emotional expression and emotional infection.
Second, how to improve employees' understanding of leadership emotions and strengthen their own emotional adjustment ability should become an important issue for the organization.
Third, the sense of organizational justice should not only emphasize the fairness of the system, the degree of fairness, but also emphasize the fairness of leadership, cultivate managers' awareness of leadership fairness, and plan managerial behavior.
Fourth, changes should be targeted in employees' CWBs, and multiple improvement strategies for organizational fairness and leadership sentiment expression for different types of employee CWB.
